This study is based on the results of a survey research conducted by JobStreet Indonesia on its members, which has surprisingly found that more than 70% of employees lack clarity on the goals of their career. Drawing from the social exchange theory, employees tend to show positive work attitudes when they perceive that their organization paid attention to them. The objective of this study is to assess how significant the influence of Perceived Organizational Support (POS) is on career satisfaction, organizational commitment, and turnover intention. Besides organizational perspective, as stated by the social comparison theory, the way individuals perform both upward and downward comparisons could be expected to affect career satisfaction. Also, this research uses career commitment as a moderator variable that can strengthen or weaken the influence among variables, which is the employee's commitment towards their organization and competitiveness within their respective work group. The research has found some interesting results. It was shown that there is no significant relationship between POS and career satisfaction, career satisfaction and turnover intention, organizational support and turnover intention, and both upward and downward social comparison and turnover intention. The moderating effects of career commitment were not proven. In comparison, all of the moderating effects of a competitive work group were proven together with the relationship between upward social comparison and turnover intention.
INTRODUCTION
According to a survey by JobStreet Indonesia, 78.8% of respondents stated that they do not have a clear career opportunity in their current companies (www.portalhr.com). It has also been shown that career opportunity is the second-most important factor that influences employees in making the decision whether to move to another company or not (www.portalhr.com). The survey indicates that the majority of companies have not realized the importance of career to employees and how it might affect the organization.
The obscurity of career opportunity in a company causes employees to have the tendency to leave the company, which will be detrimental for the organization because career opportunity is one factor that is able to retain best talent (Barnett & Bradley, 2007) . Other than that, career satisfaction is also an important factor that is able to motivate and retain employees (Barnett & Bradley, 2007; Kim et al., 2012; Lin & Chen, 2004 ; Wang et al., 2012) . In other words, company supporting career opportunities will cultivate the tendency for employees to stay in the company (Lin & Chen, 2004 ). Lin and Chin (2004) stated that perceived organizational support (POS) is an important factor in predicting employee commitment towards the organization (organizational commitment). This goes in line with the social exchange theory which states that one should help those who had helped him (Gouldner, 1960) . So, if an employee feels that the organization has supported his career, then the employee will feel obliged to stay in the company because the company has treated him well (Lin & Chen, 2004 ).
It can be explained further that company support, either in the form of both social or material support, to an employee's personal goals will increase career satisfaction. On the other hand, if the employee feels that the organization does not support his personal goals, then this will hinder the achievement of the employee's personal goals and thus, it will reduce career satisfaction (Barnett & Bradley, 2007; Chang, 1999) .
In relation to the connection between career, commitment, and turnover intention, some researches have shown different results, depending on the employee's attitude towards his career. Employees with lower organizational commitment tend to leave the organization compared to those with higher organizational commitment. Also, it has been found that if an employee has a high career commitment, then that employee has a tendency to find opportunities that can fulfill his career needs (Lin & Chen, 2004) .
Career satisfaction is also influenced by how an employee compares his career achievements to those of his colleagues (Eddleston, 2009 ). This goes according to the social comparison theory (Eddleston, 2009) , where one tends to compare himself with others who are more successful (upward) or those who are less successful (downward) than themselves. If a person tends to compare himself with another who is more successful or has a better performance, then his career satisfaction will tend to be lower. Conversely, if one compares himself with another who is less successful compared to himself, this activity will increase his self-esteem and pride on himself, thus increasing career satisfaction. A person with the tendency to perform upward comparison will increase the turnover intention of the organization (Eddleston, 2009 ). This is because the people with the tendency of performing upward comparison will find another job that can fulfill his need of self-improvement.
Other than from the organizational and individual aspects, team competition has also shown to reinforce the relationship between social comparison and career satisfaction and also turnover intention (Eddleston, 2009 ). This research intends to review the effect of career satisfaction to commitment towards the organization and also the intention to leave the organization as perceived from the perspective of the organization through organizational support and from the perspective of the individual through social comparison and the role of competitive work groups. Also, this research tries to discover the effect of moderation of career commitment and competition levels in work groups.
LITERATURE REVIEW
Perceived organizational support (POS) is a social exchange relationship which happens between the company and its employees. Eisenberger, Huntington, Hutchison and Sowa (1986) state that POS is an employee's general perception related to how far the organization cares about the employees, either on the value or the contribution given by the employee to the organization. A high perceived organizational support will trigger the emergence of a positive working attitude. The assumption that underlies the POS can be reviewed through the social exchange theory. In an organizational context, when an employee feel that the organization has given support to his career, then the employee will feel the need to stay in the company as a response to the positive treatment he has received from the company. In other words, the employee will become more bound to the organization when the employee feels that the organization has supported him (Lin & Chen, 2004 ). Mowday, Steers, and Porter (1979) stated that the commitment towards the organization is a powerful relationship between the members of that organization with the organization itself, and the strong willingness of the employee to maintain membership within that organization and to achieve the goals of the organization. Based on these statements, then:
H1: POS has a positive influence on organizantional commitment.
Tansky and Cohen (2001) in Lin and Chen (2004) proved that POS has a correlation with an employee's satisfaction and career development. This shows that thanks to organizational support to an employee's career development, the employee will feel more satisfaction towards his career. Barnett and Bradley (2007) stated that when an organization pays attention to the development of skills or the development of employee career, then the employee will be more satisfied towards his career. The employee will surely have expectations on the company, one of which is the expectation of receiving training or mentoring from the company. If the organization accommodates this hope, then the employee will feel that his skill or ability is improving and thus will improve his career satisfaction. Based on these statements, then:
H2: POS has a positive influence on career satisfaction.
Eddleston (2009) stated that human being tends to compare himself with others following the theory of social comparison (Eddleston, 2009 ). The theory of social comparison states that an individual tends to compare his abilities with the abilities of others. According to the theory of social comparison, there are two ways of how one person compares himself with others. The first one is an upward comparison: comparing himself with people who are better in terms of abilities, knowledge, career, and other aspects. A person with the tendency of performing upward comparison has a stronger motivation to be better than before. Second, the downward comparison: compar-ing himself with more inferior people. Eddleston (2009) states that one will compare himself with people not better than himself with the purpose of maintaining or reinforcing his own self-image. Downward comparison causes the individual to feel more comfortable with himself and with the current condition he is in.
Based on the perspective of the social comparison theory, a person will tend to feel dissatisfied with his career if there is a difference between what he wants and what he gets. Eddleston (2009) states that a person with the tendency to compare himself with people who are better than himself will feel dissatisfied with what he has achieved so far. On the contrary, when a person tends to compare himself with more inferior people, this will increase their self-esteem which will then create a sense of satisfaction with his career. Based on these statements, then:
H3: (a) Upward social comparison has a negastive influence on career satisfaction, while (b) downward social comparison has a posiptive influence on career satisfaction.
When an employee feels satisfied with his career, then the employee will tend to commit to the organization. If the employee feels that the organization can fulfill the needs in terms of skill development, then the employee will feel satisfied towards his career and will feel more bound to the organization. Capelli (2000) states that the most important factor for employees who are joining or staying in a company is the potential room for career development and the opportunity to grow. This will then determine whether the employee is satisfied with his career or not. When the company is unable to give career satisfaction to the employee, then the employee will tend to try and find another company which is able to fulfill his career development needs. Also, when an employee receives support from the company towards his career development, then the employee will tend to stay in that company (Lin & Chen, 2004 ). Based on this statement, then:
H4: Career satisfaction has a positive influence on organizational commitment.
According to Mobley (1977) , turnover intention is defined as an evaluation of a person's current position in relation to that person's intention to leave the company and find another job. This turnover intention describes a person's intention to leave the company that he is currently working for and to find a job in another place. Abelson (1987) states that turnover intention consists of several components which occur in an individual. These components are the intention to quit, the intention to find other alternatives, the evaluation of those alternatives, and the intention to leave the organization. This is similar to what has been stated by Mobley (1977) that there are at least two intensity reinforcements to leave the organization which are the intensity to seek and the intensity to leave. It is further explained that the intensity to seek and the behavior to seek in general are understood as an aspect that precedes the intensity to leave and turnover. The main intensity deciding factor according to Mobley (1977) is satisfaction, expected attraction on an alternative job or opportunity. From these statements, we can infer that an individual can have the intention to leave the current organization because that individual felt dissatisfied with his current work condition. Therefore, that individual will try and find work opportunities which are more in line with his needs in other companies. Based on these statements, then:
H5: Career satisfaction has a negative influence on turnover intention.
An employee who has commitments towards the organization tends to have a lower intention to leave. The more an employee feels bound to the organization, as can be seen through his willingness to become more involved in the organizational goal achievement, the more said employee wants to stay as a part of the organization or, in other words, the lower the possibility for him to leave the organization (Lin & Chen, 2004 ). Therefore, we can conclude that an employee with high organizational commitment will have lower intention to leave the organization. Conversely, if an employee has low organizational commitment, then that employee will be more likely to want to leave the organization.
H6: Organizational commitment has a negative influence on turnover intention.
An individual that performs upward comparison tends to focus on how other people perform better than himself. According to Eddleston (2009) , this will cause a person to want to leave the organization because he has been comparing himself to people who perform better, which will increase a feeling of envy and inferiority, which will also increase the intention to leave the organization.
On the other hand, downward comparison will make a person feel more comfortable with his current situation. Eddleston (2009) states that when a person has a tendency to perform downward comparison, then that person will tend to choose to stay with the organization. This is caused by the fact that downward comparison compares a person with more inferior people, thus making him feel better about his successes and this reduces his intention to leave the organization.
H7: Upward social comparison has a positive inefluence on turnover intention, while downward social comparison has a negative influence on turnover intention.
An employee's attitude towards his career will influence his attitude towards the current organization. So, an employee who is a part of an organization has his own career plans and his own expectations on how the organization will help him fulfill his goals. If the organization does as expected, which is supporting his career plans, then the employee will be committed to the organization (Chang, 1999) . This commitment will grow stronger when the employee also has a high career commitment, which is his attitude towards his job and his involvement, or an employee's resolution towards his career (Wang et al., 2011 ). An employee with a high career commitment will have a high expectation towards his career. So, when an organization fulfills that expectation, the employee will tend to be more committed to the organization (Lin & Chen, 2004 ).
H8: The correlation between POS and orgaonizational commitment becomes stronger when the employee has a higher career commitment.
Lin and Chen (2004) stated that the correlation between organizational commitment and turnover intention shows different results, depending on the employee's attitude towards his career. An employee with a higher career commitment will spend more time to improve his skills and will show little possibility to leave his career (Aryee & Tan, 1992; Blau, 1989 ). However, if the organization does not fulfill his expectations on career development, the employee will prefer to leave the organization and find another organization which is more capable in fulfilling his career development needs. This indicates that this employee is not committed to the organization.
H9: The correlation between organizational commitment and turnover intention becomes stronger if the employee has a low career commitment.
The competition in work groups is usually focused on individual rankings in one group, including the success or failure level that has been experienced before. Competition has a different effect based on how a person performs his social comparison. Eddleston (2009) states that in a work group with higher competition, the existing members will feel more competitive towards the others. If the work group has a member with better performance, the other members with the tendency towards upward comparison will feel worse about themselves. This will reduce career satisfaction and increase the intention to leave the organization. Furthermore, Eddleston (2009) states that working in a work group with a high competition will tend to make employees with upward comparison to feel dis-satisfied with their career achievements and will also increase their intention to leave the organization. Conversely, working in the work group with a high level of rivalry between its members will make employees with the tendency of downward comparison to feel more satisfied with their career and decreases the intention to leave the organization (Eddleston, 2009) .
H10: The level of rivalry in work groups will weaken the correlation between upward comparison and career success, and reinforce the correlation between downward comparison and career success.
H11: Competition levels in work groups will reinforce the correlation between upward comparison with the intention to leave the organization and will weaken the correlation between downward comparison and the intention to leave the organization. 
METHODOLOGY

RESULTS
Outer model evaluation
Convergent validity
The first evaluation on the outer model is the convergent validity. 
Discriminant validity
The second evaluation is the discriminant validity which is measured by comparing the squared value of AVE with the correlation value between latent variables where the squared value of AVE must be larger than each correlation value of latent variables. The table below shows that all variables have met the discriminant validity criteria.
Internal consistency reliability
The third evaluation is the internal consistency reliability evaluation, dedicated to test the reliability of measured variable. The evaluation is performed using a composite reliability score where the cutoff value is at 0.6. based on the value of composite reliability shown in Table 1 , it can be seen that the USC variable does not meet the reliability requirement, while other variables have met the reliability cutoff value. Cooper and Schindler (2014) stated that validity test is the most important aspect in the evaluation of a measurement model compared to reliability tests. Therefore, if the reliability test is not fulfilled, as long as the validity test is fulfilled, the analysis may be continued.
Inner model evaluation
Coefficients of determination
The coefficients of determination value of the variables of career satisfaction, organizational commitment, and turnover intention are 0.294, 0.547, and 0.600, respectively.
Significance of path coefficients (hypothesis testing)
The result of path coefficients shows that hypotheses 1, 3b, and 4 are accepted with t-statistics value of 1 64, . ≥ specifically 1.755, 1.883, and 1.797, respectively. Whereas the original sample value of the three hypotheses are 0.191 for hypothesis 1, 0.310 for hypothesis 3b, and 0.144 for hypothesis 4. Hypothesis 2 has a t-statistics value of 0.404 and an original sample value of 0.047. This shows that hypothesis 2 is not accepted. Similarly, hypothesis 3a has a t-statistics value of 0.902 and an original sample value of 0.179, which means that hypothesis 3a is also not accepted. Hypotheses 5, 6, 7a, and 7b are collectively not accepted due to t-statistics values of 0.335, 0.810, 0.601, and 0.226, respectively. The original sample value for the three hypotheses are -0.031 for hypothesis 5, -0.104 for hypothesis 6, and -0.066 and -0.024 for hypotheses 7a and 7b, respectively.
From the six moderated hypotheses in this research, three are accepted, which are hypotheses 10a, 10b, and 11b. The t-statistics value of the three hypotheses are 1.701, 2.195, and 2.753, respectively. Whereas the original sample value for hypothesis 10a is -0.280, for hypothesis 10b is 0.260, and for hypothesis 11b is -0.265. The three other moderated hypotheses, which are hypotheses 8, 9, and 11a, are not accepted. The statistics value of the three hypotheses are 0.345, 0.306, and 0.767, respectively with original sam-ple values of -0.058 for hypothesis 8, -0.042 for hypothesis 9, and -0.084 for hypothesis 11a.
DISCUSSIONS
The result of the hypotheses testing shows that there are nine hypotheses which are not accepted. Hypothesis 2 shows that POS has a positive insigificant effect on career satisfaction. This may be caused by the characteristics of respondents with the majority aged over 40 years old and already married. Wong, Siu and Tsang (1999) stated that younger employees tend to be more career-oriented, whereas older employees will behave the other way around. For married employees, they tend to focus more on the balance between work and domestic life, therefore, not putting career as their main focus. Also, it can be said that the majority of respondents came from the Baby Boomers generation who are born between 1965 to 1980 (Yu & Miller, 2004) . The characteristics of this generation is how they tend to focus more on the balance between life and career, to work hard and to prefer a more stable job (Yu & Miller, 2004) .
Hypothesis 3a shows that upward social comparison has a positive insignificant influence towards career satisfaction. This may be caused by the fact that the majority of research respondents are aged over 40 years old. It was found in the research that younger employees tend to compare themselves with people who are better than them or they tend to have upward comparison. Conversely, employees aged over 40 years old tend to compare themselves with more inferior people. This is in correlation to the work comfort and loyalty of the employees, considering that respondents of this research are dominated by employees who have been working for more than four years in their current company. Eddleston (2009) stated that someone with the tendency to compare himself with more inferior people may have an increase of self-esteem, which will increase the satisfaction with his career and will tend to be more loyal to his company. So, an employee like this tends to not have any intention of leaving the organization. This also explains the results of hypotheses 7a and 7b where both upward and downward social comparisons do not have a significant effect on the employee's intention of leaving the company. This is also caused by the fact that the majority of the employees are aged over 40 years old and have been working for more than four years in their current company. Additionally, the fact that the employee status is dominated by those who are already married and of the male gender becomes the consideration on why employees would choose to stay in the organization, which is due to their responsibility as the head of the family. This can also be related to the insignificant effect of competitive work group towards the relation between upward social comparison and turnover intentions as stated in hypothesis 11a. It can be explained in more detail that the level of competition in a work group does not have any significance in the correlation because employees tend to choose to be loyal and to stay in their current company.
The fact that the majority of respondents are aged over 40 years old and have been working for more than four years can also be the reason why hypothesis 5 is not accepted. Igbaria and Greenhaus (1992) stated that older employees and those with longer work experience has a lower intention of leaving the organization. Also, Harold E. Burt in As'ad (2003, p. 35) stated that the older the employee is, the higher his tolerance towards dissatisfaction will be. So, even if the employee is dis-satisfied, this will not affect the employee to leave the organization. Similarly, this is related to hypothesis 6 that states that organizational commitment has an insignificant negative effect on turnover intention. As has been explained before that individuals over 40 years old tend to have a lower rate of turnover, so even if an employee does not have a strong commitment to current organization, it will not affect that employee to leave the organization. This goes in line with the research by Emiroglu et al. (2015) which also stated that individuals over 40 years old have a lower rate of turnover compared to individuals aged under 40 years old.
Hypotheses 8 and 9 test the effect of career commitment on the correlation between POS and organizational commitment and between organizational commitments. It was shown that career commitment does not have a moderating effect on those two correlations. This may be caused by the fact that the careers are not specific. Respondents in this research has positions which can be held by individuals of any background. Unlike careers such as doctors, lawyers, or policeman, the careers of the respondents are not careers that require any specific knowledge. So, they do not feel bound to their careers. Lin and Chen (2004) stated a similar result from the hypothesis that predicted a high career commitment would reinforce the correlation of POS with organizational commitment, and the result is also not accepted. Also, the hypothesis that predicts that low career commitment reinforces the correlation between organizational commitment and turnover intention is also not accepted. In that research, it was explained that career commitment to a non-specific career becomes a factor of the insignificant results found in the two hypotheses.
FUTURE RESEARCH
Future research should include the use of POS indicators that is more focused on career. Thus, exploration of the three types of commitment consisting of normative, affective, and continuance will develop better understanding of the effect of POS on each of the commitment types. Greater variability of the respondent's ages would increase sampling representation.
CONCLUSION
In conclusion, support from organization regarding employee's career development could affect employee's commitment towards his organization. Beside support, employees who are satisfied with their career could improve their commitment toward organization. From individual perspective, employees who have a tendency to compare themselves to their inferiors would be more satisfied with career as their self-esteem improved. Moderating effects indicates that employee with upward comparison would be less satisfied with their career when they are working in a work group with high level of rivalry. Conversely, employees with a tendency towards downward comparison would be more satisfied with their career and decrease the intention to leave the organization.
